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Abstract 
The current study intends to explore the relationship between psychological well-being, resilience and team effectiveness among IT/ITES 
employees.  The primary intent was to test and validate the model explaining the linkage between psychological well-being, resilience and team 
effectiveness.    The findings of the study reveals that the constructs psychological well-being and resilience are positively and significantly 
influence team effectiveness. The sub-constructs of psychological well-being such as autonomy, environmental mastery, positive relations with 
others, purpose in life, personal growth and self-acceptance has direct effects on psychological well-being. All the sub constructs of team 
effectiveness such as task clarity, cohesion, autonomy, confrontation, support, collaboration and accountability directly and collectively 
contributes to team effectiveness. This is a Quantitative Study and the research design is Descriptive in nature.  Study is conducted among the 
employees in IT/ITES companies in Infopark, a cluster of companies, in Cochin. There are 30,000 employees estimated as working in different 
companies in Infopark.   Considering the size of the population, the researcher targeted 1200 sample respondents. The collected data were 
analysed using structural equation modelling with the help of Smart PLS 3.0 and SPSS 20.0 softwares.  
 




It is a known fact that employees need to be 
psychologically mature and emotionally balanced in order 
to perform effectively at work. A person who enjoys 
psychological well-being will be able to better contribute at 
work, have healthy relationships with colleagues, deal with 
problems effectively, and be productive at work. Similarly, 
a person with high resilience will be able to deal with 
hurdles in a smooth manner and get back to normalcy 
without affecting self or others. Rajeswari and Magesh 
(2017) who record that highly satisfied and motivated 
people are an asset to any organization. They believe that 
people with positive attitude adapt to change quickly, work 
hard and are cheerful at all times. Furthermore, they state 
that when the employees have high job satisfaction, the 
psychological trauma of the employees reduces and they 
have a healthy well-being. Hence, employers prefer 
employees who are psychologically mature and resilient. 
Therefore, enhancing the positive attitudes of employees is 
important for the health and well-being of the employees.  
In current corporate scenario, employers are 
paying increased attention for developing psychological 
well-being and resilience in employees. Furthermore, many 
researchers have thrown light on the importance of studying 
psychological well-being and resilience among employees 
for providing them with work conditions that are conducive 
and satisfying. On the other hand, working in teams has 
taken a higher momentum with diversity, globalization and 
work flexibility. Both employers and employees have 
understood the benefits of working in teams and are taking 
all measures for team productivity. 
These concepts under discussion have been studied 
in various perspectives in terms of employee health, job 
satisfaction, and emotional intelligence, performance and so 
on with particular reference to either psychological well-
being or resilience. Similarly, experts and researchers have 
been studying and debating on team effectiveness and 
measuring team effectiveness. Though there are several 
studies conducted on psychological well-being and 
resilience, there is a dearth of literature in terms of 
psychological well-being and resilience correlate team 
effectiveness. Literature is lacking particularly among IT / 
ITES professionals and more so in the Indian context. 
Hence, there is a gap in knowledge, which has been 
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instrumental in taking up this topic for research. The present 
research focuses on finding the relationship between 
psychological well-being, resilience, and team effectiveness 
among IT /ITES professionals in Kochi. 
Literature review 
Several studies on psychological well-being, 
resilience, and team effectiveness have been conducted as 
an independent factor for research or to find the relationship 
between well-being and resilience. These studies have been 
made across different countries and further, cross-cultural 
comparisons have been made too. Few of the studies are 
presented in the following paragraphs. Ryff and Singer 
(2003) in their study argued that ‘resilient individuals were 
generally capable to maintain their physical and 
psychological health and had the ability to recover more 
quickly from stressful events’. There was found to be 
positive relationships between psychological wellbeing and 
resilience in a study conducted among middle and late 
adolescents (Sagone and Caroli, 2014).  
Some of the other studies which have shown that 
there is significant positive correlation between resilience 
and subjective well-being are by Mahmood and Ghaffar, 
(2014) and Resilience, optimism and psychological well-
being by Souri, and Hasanirad, (2011). Guzzo and Dickson 
(1996) considered performance-relevant factors such as 
group composition, cohesiveness, and motivation in their 
study to find the effectiveness of teams at work in 
organizations. A study by Omar and Ahmad (2014) revealed 
that different input factors influenced different aspects of 
team effectiveness. In addition, team climate is a key input 
factor that influences team effectiveness.  
Tonkin (2018) in his research brought forth the 
unique contribution that employee resilience makes to 
employees’ attitudes and wellbeing, that also showed how 
the wellbeing intervention resulted in small increases in 
employee resilience and wellbeing. Nielsen et al. (2017) in 
their study identified workplace resources at the individual, 
group, and organizational levels related to employee well-
being and organizational performance. The study showed 
stronger relationships with well-being and performance. 
Not much literature is available in the Indian 
context in this study topic. Verma et al. (2011) made a study 
to assess the impact of need pattern on team effectiveness 
and among other findings reported that task clarity was high 
among the respondents as compared to autonomy. The 
authors concluded that task clarity alone is not sufficient to 
make employees work and hence autonomy is required 
along with it. The study by Verma et al. (2012) found that 
highly empowered teams have better team effectiveness. 
Further, the employees from public sector had higher 
cohesion, confrontation and team functioning, while the 
employees from private sector had higher factors such as 
support, task clarity and accountability. 
Literature review revealed that several studies are 
available on well-being and resilience. Team effectiveness 
has also been studied from various perspectives. Several 
authors and experts in the field have conducted studies on 
team effectiveness, resilience, and well-being in relation to 
factors such as emotional intelligence, self-efficacy, 
personality and so on. These studies have clearly shown that 
there is a relationship between psychological well-being and 
resilience. Similarly, few studies are available on resilience 
and team effectiveness. However, a thorough review of 
literature shows that there is a dearth of literature available 
on psychological well-being and resilience as correlated 
with team effectiveness. Particularly, studies are not 
available with reference to India and among IT / ITES 
professionals. Hence, the researcher attempts to find out the 
relationship among psychological well-being, resilience, 
and team effectiveness in the context of IT/ITES employees.  
Research methodology 
Since the main aim of the study is to understand, 
measure and to find out the relationship between selected 
Socio – economic & demographic conditions, Psychological 
Well Being, Resilience and Team Effectiveness by the 
Employees in IT / ITES organizations, this is a Quantitative 
Study and the research design is Descriptive in nature.  
Study is conducted among the employees in IT/ITES 
companies in Infopark, a cluster of companies, in Cochin. 
There are 30,000 employees estimated as working in 
different companies in Infopark.   The researcher has used 
Cochran’s sample size formula to decide the sample to be 
covered in this study.  The formula is given below: 
As per this computation the sample size is 
estimated as (1.96)2x(0.5)x(0.5)]/(0.05)2  = 385. Hence the 
researcher assumed that any sample size equal to or more 
than 385 will be representative of the population under 
study.  Considering the size of the population, the researcher 
targeted 1200 sample respondents (covering 4 percent of the 
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population) and distributed 1400 questionnaires to IT/ITES 
employees of different companies in Infopark.  
The response rate was 78 per cent, hence, the 
researcher could get back 1092 filled questionnaires.  
However, out of 1092, filled questionnaires, 24 
questionnaires (2.20 per cent) were found to be either 
incomplete or with mistakes and hence not in usable nature. 
These were eliminated from the final sample.    The final 
sample for this study is (1092 -24) thus taken as 1068  
IT/ITES employees (3.56  per cent) in Infopark, Kochi.  The 
collected data were analysed using structural equation 
modelling with the help of Smart PLS 3.0 and SPSS 20.0 
softwares.  
Conceptual Model 
 The conceptual model developed for the current 
study is given below: 
  
Figure 1: Conceptual Model 
Results and Discussions 
The total sample for the study consisted of 1068 
respondents who were the employees of IT/ITES firms. 
Their demographic and socio-economic profile was 
enquired into. Their age, gender, income, level of 
employment and their work experience were enquired into. 
Among the total 511 males, 183 are below 25 years and 173 
are between 25 and 40 years. As regards the 557 female 
respondents, 193 are below 25 years, while 183 are above 
40 years. It is seen that among the male respondents, 135 
belongs to ‘between Rs. 15,000 and Rs. 30,000’ and 134 to 
‘above Rs. 45,000’.  Among the female category, 143 
respondents fall into the ‘above Rs. 45,000’, and 141 to the 
‘between Rs. 30,000 and Rs. 45,000’ group. Among the 
male respondents, it is seen that 179 have a experience 
‘between five and 15 years’, while 176 have a experience 
‘less than five years’. Among the female respondents, 199 
of them have an experience between ‘five and 15 years’, 
while 188 have an experience ‘above 15 years’. Among the 
male respondents, 254 belong to the lower management, 
while 206 belong to middle management. Among the female 
respondents, 257 are employed in the ‘lower level’ 
management, while 244 are employed in the middle level.  
Based on the mean scores of the indicators for the 
components of psychological well-being, resilience and 
team effectiveness, a component-wise mean score was 
computed, which is then used to arrive at an overall 
psychological well-being, resilience and team effectiveness. 
The following table presents the results 
.
Table 1: Descriptive Statistics 
Components Mean S. D. Skewness Kurtosis 
Autonomy 2.998 0.524 0.112 -0.192 
Environmental Mastery 3.477 0.426 0.010 -0.204 
Positive Relations with others 3.509 0.433 0.040 -0.219 
Purpose in Life 4.004 0.301 0.063 0.411 
Personal Growth 3.994 0.305 0.011 -0.284 
Self Acceptance 2.977 0.560 -0.051 -0.346 
PSYCHOLOGICAL WELL-BEING 3.493 0.179 0.105 -0.094 
RESILIENCE 3.507 0.296 0.129 -0.138 
Task Clarity 3.496 0.530 -0.012 0.213 
Cohesion 2.989 0.705 -0.045 -0.312 
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Autonomy 3.466 0.553 -0.011 -0.344 
Confrontation 3.010 0.406 -0.059 -0.445 
Support 2.501 0.570 0.030 -0.388 
Collaboration 3.487 0.557 0.033 -0.374 
Accountability 3.482 0.549 0.045 -0.276 
TEAM EFFECTIVENESS 3.205 0.214 -0.003 -0.014 
Source: SPSS Results 
 
The above table shows that the mean level of 
psychological well-being is 3.493 ± 0.179. The skewness is 
found to be 0.105 and kurtosis is – 0.094. Mean level of 
resilience of the respondents is 3.507 ± 0.296. The skewness 
is found to be 0.129 and kurtosis is – 0.138. The respondents 
have a comparatively higher level of ‘task clarity’ followed 
by ‘collaboration’ and ‘accountability’. Lower levels are 
seen among respondents in ‘cohesion’ and ‘support’. 
‘Autonomy’ and confrontation have moderately high mean 
scores, while ‘confrontation’ also showed a slightly above 
moderate level. The level of skewness (within a range of -
0.045 to + 0.045) and kurtosis (within a range of -0.445 to + 
0.213) show that the data follows normal distribution.  
Measurement Model evaluation 
Psychological well-being is a higher order 
construct composed of six lower order components - 
autonomy, environmental mastery, personal growth, 
positive relations with others, purpose in life and self-
acceptance. Each of the components is measured using 
seven indicators. The evaluation of the components in terms 
of its reliability and validity is discussed below. The figures 
4.6 to 4.11 presents the results of measurement model 
evaluation run in Smart PLS 3.0. Team Effectiveness is a 
higher order construct composed of seven lower order 
components - task clarity, cohesion, autonomy, 
confrontation, support, collaboration, and accountability. 
Each of the components is measured using four indicators. 
The evaluation of the components in terms of its reliability 
and validity is discussed below. The figures 4.12 to 4.18 
presents the results of measurement model evaluation run in 
Smart PLS 3.0. 
The latent variable scores of the lower order 
components included in the first stage are computed and 
added into the data set. These serve as the manifest variables 
of the second order constructs. Thus, all the indicators of the 
lower order component is composed into a single item, and 
it resembles the indicator of the higher order construct. This 
helps in solving the multicollinearity issues and prevents the 
double counting in two stages (Arnett, Laveries & Meiers, 
2003). Thus the higher order construct becomes an 
endogenous model in the structural model. Thus the second 
stage measurement model consists of the three constructs 
(psychological well-being, resilience and team 
effectiveness) and its indicators. The model is run in 
SmartPLS and run, resulting in the following output values. 
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 Table 2: Factor Loadings & Indicator Reliability 














Purpose in Life 0.808 0.653 
Self-Acceptance 0.815 0.664 
 
Resilience 
Resi_01 0.838 0.702 
Resi_02 0.723 0.523 
Resi_03 0.842 0.709 
Resi_04 0.780 0.608 
Resi_05 0.821 0.674 
Resi_06 0.721 0.520 
Resi_07 0.708 0.501 
Resi_08 0.861 0.741 
Resi_09 0.744 0.554 
Resi_10 0.759 0.576 
Resi_11 0.865 0.748 
Resi_12 0.861 0.741 
Resi_13 0.706 0.498 
Resi_14 0.731 0.534 




Task Clarity 0.775 0.601 
Cohesion 0.762 0.581 
Autonomy 0.819 0.671 
Confrontation 0.820 0.672 
Support 0.817 0.667 
Collaboration 0.805 0.648 
Accountability 0.811 0.658 
 
Source: SPSS Results 
 Table 3: Fornell Larcker Criterion 
 Constructs   Constructs 
(1) (2) (3) 
 Psychological Wellbeing (1) 0.788   
 Resilience (2) 0.427 0.792  
 Team Effectiveness (3) 0.430 0.426 0.802 
 Source: Smart PLS Results 
 
Discriminant Validity was established through 
Fornell-Larcker criterion and HTMT criterion. The F-L 
values of all three constructs (psychological well-being 
(0.788), resilience (0.792), and team effectiveness (0.802)) 
are higher than its corresponding correlation with all other 
constructs, as suggested by Hair et al. (2014). This indicates 
discriminant validity of the constructs. HTMT criterion 
values show that the disattenuated correlations between 
constructs are low - psychological well-being is correlated 
to resilience (0.517) and team effectiveness (0.506); 
correlation between team effectiveness and resilience is 
0.497.  Since all the computed values are well below the 
suggested threshold of 0.85 (Henseler et al., 2016), 
discriminant validity is established.   
 Table 4: HTMT Ratio 
 Constructs  Constructs 
(1) (2) (3) 
 Psychological Wellbeing (1) --   
 Resilience (2) 0.517 --  
 Team Effectiveness (3) 0.506 0.497 -- 
 Source: Smart PLS Results 
Convergent validity is tested using Average 
Variance Extracted (AVE) of the three constructs is found 
to be as follows:  psychological well-being (0.628), 
resilience (0.621), and team effectiveness (0.643). Since the 
computed AVE is above the acceptable limit of 0.50 
(Barclay, Higgins & Thompson, 1995), convergent validity 
is achieved. Factor loadings are within the range of 0.776 to 
0.815 (psychological well-being), 0.706 to 0.865 
(resilience), and 0.762 to 0.820 (team effectiveness). Since 
all values are above the recommended value of 0.708 (Hair 
et al., 2017), convergent validity is achieved. 






 Psychological Wellbeing 0.946 0.628 0.628 
 Resilience 0.811 0.621 0.621 
 Team Effectiveness 0.955 0.640 0.643 
 
Source: Smart PLS Results 
The measurement model was evaluated for its 
reliability and validity. Since the model is composed of 
hierarchical constructs, disjoint two stage approach was 
used for evaluation. The construct reliability, indicator 
reliability, convergent validity and discriminant validity 
were established employing measures like factor loadings, 
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Cronbach’s alpha,  composite reliability, AVE, F-L criteria, 
and HTMT ratio. The study moves to assess the structural 
model. 
Assessment of the Structural Model 
The following structural model is assessed. 
 
Figure 3: Structural Model 
Path coefficients reflect the relations between the latent 
variables (Table 6). 






T-static p value 
 Psychological Wellbeing ---> 
Resilience 
0.509 17.340 <0.001 
 Resilience ---> Team 
Effectiveness 
0.426 12.032 <0.001 
 Source: Smart PLS Results 
The path coefficient results show that both the 
paths in the structural model are significant. Psychological 
well-being is found to cause a 0.509 unit change in 
resilience (T-static = 17.340; p value <0.001). Resilience is 
found to cause a 0.426 unit change in team effectiveness (T-
static = 12.032; p value <0.001). 
Coefficient of Determination (R2) is the percent of 
variance in the dependent variable explained by the 
predictor variable.  
 Table 7:  Structural Model Assessment: Coefficient of 
Determination 
 Paths R2 T-static p value 
 Resilience 0.459 11.721 <0.001 
 Team 
Effectiveness 
0.381 09.168 <0.001 
 Source: Smart PLS Results 
For the two predicted variables (resilience and 
team effectiveness), the R2 values are 0.459 and 0.381. This 
means that 45.9 percent of the change in resilience is 
accounted for by the predictor (psychological well-being) 
(T-static = 11.721; p value <0.001), while 38.1 percent of 
the change in team effectiveness is explained by its predictor 
resilience (T-static = 09.168; p value <0.001). 
Q 2 (Predictive Relevance) is the cross-validated 
predictive relevance of the path model. An omission 
distance of 5 was selected. Since all the Q 2 are above 0.00, 
it can be concluded that the model has a good degree of 
predictive relevance with regard to the endogenous factors 
– resilience and team effectiveness. In case of resilience, all 
the values are above 0.15, but below 0.35, indicating that the 
predictor has a medium effect size. In case of team 
effectiveness, the predictor has a high effect size since all 
the values are above 0.35 (Cohen, 1988).  
Table 8 : Structural Model Assessment: Q 2 
Dependents  
Q 2 
Total  Case 1 Case 2 Case 3 Case 4 Case 5 
Resilience 0.344 0.301 0.278 0.299 0.194 0.319 
Team Effectiveness 0.367 0.390 0.344 0.378 0.339 0.356 
Source: Smart PLS Results 
Effect Size Measure (f 2) criteria is the measure of 
R2 change effect. It is based on the change in R2 values 
when a specified exogenous construct is omitted from the 
model. In the study, the measure is computed by removing 
resilience and team effectiveness from the model and 
examining the change in R2. 
Table 9: Structural Model Assessment: f 2 
Dependents R2 





New R2 f 2 New R2 f 2 
Resilience 0.459 0.378 0.150 - - 
Team 
Effectiveness 
0.381 - - 0.287 0.152 
Source: Smart PLS Results 
The table shows that the exogenous variables 
(psychological well-being and resilience have a good effect 
on the model. When psychological well-being is dropped, 
the R2 of resilience drops from 0.459 to 0.378 (f2 = 0.150), 
showing a medium effect size. When resilience is dropped, 
the R2 of team effectiveness drops from 0.381 to 0.287 (f2 
= 0.152), showing a medium effect size. Thus, it can be 
concluded that the effect of dropping both the exogenous 
constructs from the model is medium (Cohen, 1988). 
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The change in the predictive relevance (Q 2) is the 
effect size q2. In the study, the measure is computed by 
removing resilience and team effectiveness from the model 
and examining the change in Q 2.  
  Table 10: Structural Model Assessment: q 2 
 
Dependents Q 2 
Q 2 when the exogenous 



















- - 0.293 0.117 
 Source: Smart PLS Results 
 
The Table shows that the exogenous variables 
(psychological well-being and resilience have a good effect 
on the model. When psychological well-being is dropped, 
the Q2 of resilience drops from 0.344 to 0.277 (q 2 = 0.102), 
showing a small effect size. When resilience is dropped, the 
Q2 of team effectiveness drops from 0.367 to 0.293 (f2 = 
0.117), showing a low effect size. Thus, it can be concluded 
that the effect of dropping both the exogenous constructs 
from the model is low (Cohen, 1988). 
The hypotheses are tested on the basis of p value 
and confidence interval. The study assumes that there is a 
positive effect of psychological well-being on resilience. 
The following hypothesis is formulated:  
H4: Psychological Well-being has a significant positive 
effect on Resilience 
Test results prove that the direct effect of 
psychological well-being on resilience is significant and 
positive (path coefficient = 0.509; p value < 0.001; 
Confidence Interval [0.362, 0.659]). Hence, the hypothesis 
H4: Psychological Well-being has a significant positive 
effect on Resilience is supported.  
The study assumes that there is a positive effect of 
resilience on team effectiveness. The following hypothesis 
is formulated:  
 
H5: Resilience has a significant positive effect on Team 
Effectiveness 
The test results (Table 11) prove that the direct 
effect resilience on team effectiveness is significant and 
positive (path coefficient = 0.426; p value < 0.001; 
Confidence Interval [0.213, 0.623]). Hence, the hypothesis 
H5: Resilience has a significant positive effect on Team 





Figure 4: Structural Model Assessment Results (Path Coefficients, T Values, R2) 
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0.509 17.340 0.362 0.659 <0.001 Supported 
H5 Resilience ---> Team 
Effectiveness 
0.426 12.032 0.213 0.623 <0.001 Supported 
 
The study evaluated the relationship between 
psychological well-being, resilience and team effectiveness 
among IT/ITES employees.  The primary intent was to test 
and validate the model explaining the linkage between 
psychological well-being, resilience and team effectiveness 
in Kerala context.  It was also attempted to identify whether 
there were any major differences in psychological well-
being, resilience and team effectiveness among IT/ITES 
employees based on their socio-economic and demographic 
profile. The results of the overall analysis revealed that the 
empirical results are in agreement with the hypothesized 
path model relationships among the constructs. The findings 
of this study are conforming to the findings of Kleine & 
Muschalla (2021); Rotonda et al. (2021); Mahmood and 
Ghaffar, (2014); Souri, and Hasanirad, (2011); Yu & Chae 
(2020); Sharma & Sharma(2020)  and Tonkin et al (2018). 
The constructs psychological well-being and resilience are 
positively and significantly influence team effectiveness. 
The sub-constructs of psychological well-being such as 
autonomy, environmental mastery, positive relations with 
others, purpose in life, personal growth and self-acceptance 
has direct effects on psychological well-being. All the sub 
constructs of team effectiveness such as task clarity, 
cohesion, autonomy, confrontation, support, collaboration 
and accountability directly and collectively contributes to 
team effectiveness. Hypotheses H4 and H5 were statistically 
significant and hence were supported.  Hence it was 
concluded that psychological well-being positively 
influence resilience and resilience positively contributes to 
team effectiveness. It was also concluded that psychological 
well-being, resilience and team effectiveness among 
IT/ITES employees do not significantly differ with respect 
to their socio-economic and demographic profile. 
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